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Do  You  Hire  Independent  Contractors?     President's  Message 


If  so,  you  should  become  familiar  with  two  sections  of  the  workers'  compen- 
sation laws  covering  the  use  of  independent  contractors  and  what  your  responsi- 
bilities are  to  ensure  you  comply  with  those  laws. 

Section  39-71-405  of  the  Montana  Workers'  Compensation  and  Occupational 
Disease  Laws  states:  (1)  "An  employer  who  contracts  with  an  independent 
contractor  to  have  work  performed  of  a  kind  which  is  a  regular  or  a  recurrent  part 
of  the  work  of  the  trade,  business,  occupation,  or  profession  of  such  employer  is 
liable  for  the  payment  of  benefits  under  this  chapter  to  the  employees  of  the 
contractor  if  the  contractor  has  not  properly  complied  with  the  coverage  require- 
ments of  the  Workers'  Compensation  Act."  In  other  words,  if  you  hire  an  inde- 
pendent contractor  who  has  employees  working  on  your  job,  you  could  be  respon- 
sible for  any  work-related  injuries  to  those  employees  if  the  independent  contrac- 
tor has  not  met  his  or  her  workers'  compensation  obligation.  As  your  insurance 
carrier,  Montana  State  Fund  becomes  responsible  to  pay  benefits  to  the  injured 
worker  under  your  poUcy,  and  this  could  affect  your  future  rate  tier  or  experience 
) modification  factor.. 

You  can  prevent  this  possible  exposure  by  requiring  proof  of  workers'  com- 
pensation coverage  before  hiring  any  contractor  who  has  employees  working  on 
your  project.  The  contractor  need  only  request  that  his  agent  or  carrier  issue  a 
certificate  of  insurance  in  your  firm's  name.   Be  sure  the  certificate  includes 
workers'  compensation  coverage,  and  the  policy  effective  dates  cover  the 
term  of  your  contract.  The  certificates  should  then  be  kept  on  file.  If  your  policy 
IS  selected  for  audit,  the  premium  auditor  will  review  them  to  assure  coverage 
was  in  place  during  the  time  of  the  contract. 

Section  39-71-120  defines  an  independent  contractor  for  workers'  compensa- 
tion purposes.  It  states: 

(1)  An  "independent  contractor"  is  one  who  renders  service  in  the  course 
of  an  occupation  and: 

(a)  has  been  and  will  continue  to  be  free  from  control  or  direction  over  the 
performance  of  the  services,  both  under  the  contract  and  in  fact;  and 

(b)  is  engaged  in  an  independently  established  trade,  occupation,  profes- 
sion, or  business. 

(2)  An  individual  performing  services  for  remuneration  is  considered  to 
be  an  employee  under  this  chapter  unless  the  requirements  of  subsec- 
tion (1)  are  met. 

This  section  of  the  law  presumes  any  individual  performing  services  for 

remuneration  is  an  employee  unless  that  individual  passes  both  parts  "A"  and 

j"B"  of  subsection  (1).  The  courts  have  applied  a  four-factor  test  for  deciding  the 
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In  April,  Montana  State  Fund's 
Board  of  Directors  declared  a  $7 
million  dividend  to  qualifying  policy- 
holders for  policy  year  1998.  Com- 
bined with  last  year's  $  10  million 
dividend,  $  1 7  million  has  been 
returned  to  employers  by  the  State 
Fund  in  the  past  two  years. 

It  IS  extremely  gratifying  to  be 
able  to  return  this  money  to  you, 
which  has  been  made  possible  b> 
your  excellent  workplace  safet\ 
records  and  the  State  Fund's  strong 
financial  performance. 

For  many  years,  Montana  State 
Fund  was  not  able  to  declare  divi- 
dends because  we  were  directed  by 
the  Legislature  to  assist  in  paying  off 
the  unfunded  liability  of  the  old  State 
Compensation  Insurance  Fund.  Now, 
having  accomplished  that,  we  can 
again  return  in  the  form  of  dividends 
to  our  customers,  surplus  be>  ond 
what  is  deemed  necessar>'  for 
prudent  business  operations.  Please 
remember  that  it  is  important  to 
consider  your  net  premium  including 
dividends  when  comparing  workers' 
compensation  costs. 


IN  THIS  ISSUE 

From  the  Courts,  page  2 
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Editor:  Chuck  Christiansen,  Customer  Relations  and  Communications  Manager  Please  call  406-444-5982  with  comments  or  suggestions 
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From  the  Courts 


Last  fall's  issue  provided  the 
summary  of  a  recent  workers'  compen- 
sation case  involving  Dahlv.  Unin- 
sured Employers'  Fund.  1999  MT 
168.  We  received  correspondence 
from  a  reader,  concerned  about  our 
analysis  of  this  case,  thus,  the  following 
clarification. 

Our  article  originally  stated,  in  part. 
The  Dahl  case  points  out  that  temporary' 
workers  must  be  used  for  short-term  or 
emergency  business  needs  only.  If  workers  provided  by  a  temp  service  are 
used  to  fill  the  businesses'  baseline  needs,  they  will  be  considered  employees  of 
the  business,  rather  than  the  temp  service,  and  the  business  must  provide 
workers'  compensation  coverage." 

First,  this  case  arose  under  the  1993  version  of  the  workers"  compensation 
laws  which  are  not  to  be  confused  with  the  definitions  of  temporary  worker  and 
temporary  service  contractor  since  amended  during  the  1995  legislative  session. 
The  full  definition  of  temporary  worker  now  is: 

"Temporary  worker"  means  a  worker  whose  services  are  furnished  to 
another  on  a  part-time  basis  to  fill  a  work  assignment  with  a  finite 
ending  date  to  support  or  supplement  a  workforce  in  situations  result- 
ing from  employee  absences,  skill  shortages,  seasonal  workloads,  and 
special  assignments  and  projects. 

Second,  while  the  above  statutory'  definition  of  temporary  worker  is  different 
than  the  one  considered  by  the  court  in  Dahl,  the  holdings  in  Dahl  are  pertinent 
and  should  be  heeded.  The  court  appears  to  be  concerned  about  employers 
avoiding  their  obligations  under  the  workers'  compensation  laws  by  employing 
temporary  workers  that  are  in  fact  permanent  employees.   In  order  to  be  a  true 
temporary  worker,  the  worker  must  work  on  a  part-time  or  temporary  basis  to 
fill  a  work  assignment  with  a  finite  ending  date. 

In  Sherner  v.  Conoco.  Inc. .  2000  MT  50,  the  Supreme  Court  lowered  the 
legal  standard  that  allows  for  separate  lawsuits  by  injured  employees  against 
their  employers,  in  addition  to  receiving  workers'  compensation  benefits.  In  this 
case,  the  injured  employee  was  exposed  to  and  injured  by  dangerous  H2S  gas. 
The  court  reaffirmed  that  the  intentional  and  malicious  actions  of  a  co-worker 
may  make  the  employer  liable  in  a  lawsuit  outside  the  exclusive  remedy  provi- 
sions of  the  workers  compensation  law.  More  importantly,  the  court  adopted  a 
new  test  for  malicious  conduct  by  applying  the  definition  used  in  the  punitive 
damages  law.  The  punitive  damages  statute  provides  that  actual  malice  means 
knowledge  of  facts  or  intentional  disregard  for  facts  that  create  a  high  probabil- 
ity of  injury,  and  either  the  employer  deliberately  proceeds  to  act  in  conscious 
disregard  of  the  high  probability  of  injury,  or  deliberately  proceeds  to  act  with 
indifference  to  the  high  probability  of  injury.  This  case  will  likely  lead  to  more 
lawsuits  by  injured  employees  against  their  employers,  alleging  injuries  caused  by 
intentional  disregard  and  indifference  to  facts  that  create  a  high  probability  of  injury. 

Continued  on  page  3 


Alternate  Employer 
Endorsement 

The  use  of  the  term  "Alternate 
Employer"  endorsement  is  often 
confused  when  applied  to  a  workers' 
compensation  policy.  Often  times,  it  is 
mistakenly  used  to  describe  an 
"'Additional  Insured"  endorsement 
which  is  used  in  conjunction  with  a 
Commercial  General  Liability  (CGL) 
policy.  An  "Additional  Insured" 
endorsement  has  no  application  on  a 
workers'  compensation  policy.  Under 
the  CGL  policy  the  "Additional 
Insured"  endorsement  is  used  when 
there  is  a  need  for  providing  protection 
to  another  unrelated  entity  because  of 
a  close  relationship  with  that  party  or  to 
comply  with  a  contractual  agreement 
and/or  obligation. 

Under  workers'  compensation,  the 
"Alternate  Employer"  endorsement  is 
sometimes  requested.  This 
endorsement  is  for  employees  "leased"  ( 
or  "lent"  by  the  insured  to  another  firm. 
With  this  endorsement,  the  policyholder 
would  pay  the  workers'  compensation 
premium  for  the  employees  "leased"  or 
"lent"  to  the  other  firm.  It  is  important 
to  note  that  this  endorsement  is  finite  in 
time.  It  also  does  not  satisfy  the  other 
party's  duty  to  get  workers' 
compensation  insurance. 

In  respect  to  workers' 
compensation,  "Additional  Insured"  is 
often  a  request  to  have  an  insurance 
carrier  place  multiple  accounts  under 
one  policy.  According  to  NCCI  rules, 
this  can  only  be  done  if  "  there  must 
be  common  ownership  amongst  all  of 
the  entities"(Rule  III.  B.I.).  Common 
ownership  means  that  more  than  50% 
of  the  ownership  of  each  entity  is  held 
by  a  common  person  or  entity.  If  you 
have  questions  about  the  "Alternate 
Employer"  endorsement,  contact  your 
agent  or  Montana  State  Fund  ( 

Underwriter  at  (800)  332-6102. 
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Do  You  Hire  Independent  Contractors?  continued  from  page  1 
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In  Oliver  v.  Stimson  Lumber  Co. . 

1999  MT  328,  the  Supreme  Court 
recognized  a  new  type  of  lawsuit  known 
as  "spoliation  of  evidence."  The  injured 
worker  in  this  case  was  considering  a 
lawsuit  involving  the  defective  equip- 
ment that  allegedly  caused  his  injury. 
After  some  back  and  forth  discussions 
and  correspondence  with  Stimson,  the 
worker  learned  that  Stimson  had  rewired 
the  equipment,  and  that  the  program- 
mable logic  controller  and  other  compo- 
nents had  been  replaced  and  discarded. 
This  made  it  difficult  for  the  injured 
worker  to  proceed  with  a  third  party 
lawsuit.  The  Court  allowed  the  em- 
ployee to  sue  his  employer  for  negligent 
spoliation  of  evidence. 

The  elements  of  this  lawsuit  are  as  fol- 
lows: 


( 1 )  existence  of  a  potential  civil  action; 
/(2)  a  legal  or  contractual  duty  to  preserve 
the  evidence  relevant  to  that  action; 

(3)  destruction  of  that  evidence; 

(4)  significant  impairment  of  the  ability  to 
prove  the  civil  action; 

(5)  a  causal  connection  between  the  de- 
struction of  the  evidence  and  the  in- 
ability to  prove  the  case; 

(6)  a  significant  probability  of  success  if 
the  evidence  was  available,  and 

(7)  damages. 

The  duty  to  preserve  the  evidence  may 
arise  as  follows: 

( 1 )  the  employer  voluntarily  undertakes  to 
preserve  the  evidence  and  a  person 
relies  on  that  to  his  detriment; 

(2)  the  employer  agreed  to  preserve  the 
evidence; 

(3)  there  has  been  a  specific  request  to 
preserve  the  evidence;  or 

(4)  there  is  a  duty  to  do  so  based  on  con- 
)       tract,  statute,  regulation,  or  some  other 

special  circumstance  or  relationship. 


"A"  part  of  the  test: 

1 .  The  employer  does  not  have  control  over  the  details  of  the  work, 
but  merely  exercises  the  necessar>'  control  to  achieve  the  ultimate 
result. 

2.  Method  of  payment.  For  example,  payment  by  the  hour  or  piece  is 
more  indicative  of  employee  status,  while  lump  sum  payment  is 
more  supportive  of  an  independent  contractor  relationship 

3.  Theemployer  does  not  furnish  equipment.  Furnishing  equipment 
by  the  employer  is  indicative  of  an  employer/employee  status. 

4.  If  the  employer  is  exposed  to  liability  for  breach  of  contract  if  the 
worker  is  terminated  it  is  indicative  of  an  independent  contractor 
status. 

To  pass  the  "B"  part  of  the  test  a  worker  must  also  be  engaged  in  an 
independently  established  trade,  occupation,  profession  or  business.  The 
following  documentation  is  considered  when  establishing  an  independent 
contractor  status: 

•  Copy  of  the  written  contract  between  the  worker  and  employer; 

•  Proof  the  contractor  advertises  in  the  Yellow  Pages,  or  other  public 
directory  or  advertisement; 

•  Copy  of  the  contractor's  business  license  or  permit; 

•  Business  cards  or  printed  invoices  from  the  independent  contractor; 

•  Insurance  certificates,  both  general  liability  and/or  workers'  compensation; 

•  Taxpayer  identification  number; 

•  Evidence  (purchase  agreements,  titles  or  lease  contracts)  of  the 
contractor's  investment  in  tools,  equipment  or  specialized  knowledge. 

Again,  collect  as  many  of  these  documents  as  possible  on  each  indepen- 
dent contractor  and  keep  them  on  file.  In  the  event  of  an  audit,  the  premium 
auditor  will  need  as  much  information  as  you  can  provide  to  establish  an 
independent  contractor  status  of  the  individuals  who  worked  for  you  during  the 
audit  period. 

A  final  piece  of  information,  which  assists  in  establishing  independent 
contractor  status  is  the  Independent  Contractor  Exemption  certificate  issued  b>' 
the  Montana  Department  of  Labor  and  Industr>'.  There  are  some  important 
cautions  that  must  be  pointed  out  in  regard  to  these  certificates: 

•  The  exemption  certificate  is  not  proof  that  an  individual  is  an  independent 
contractor.  The  certificate  contains  a  disclaimer,  which  states,  "This 
certificate  does  not  relieve  the  hiring  agent  of  its  responsibihty  for 
establishing  that  a  person  is  an  independent  contractor  "    In  addition 
to  the  certificate,  the  individual  must  still  pass  parts  A  &  B  of  the  two-part 
test  outlined  in  section  39-71-120.  If  your  policy  is  chosen  for  audit,  the 
auditor  will  still  apply  the  A/B  test  and  will  require  documentation  establish- 
ing independent  contractor  status  in  addition  to  the  exemption  certificate. 

•  The  exemption  certificate  must  be  effective  during  the  time  the  contractor 
is  working  for  you. 

•  The  occupation  listed  on  the  certificate  must  include  the  type  of  work 

Continued  on  page  4 
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Occupational  Health  Research  Focuses  on 
Injured  Workers  Employed  in  Small  Companies 

Montana  State  University-Bozeman  and  Montana  State  Fund 
Collaborate  to  Understand  Recovery  and  Return  to  Work 


Consider  the  following... 

Consider  this  hypothetical  situation:  Worker  A  is  em- 
ployed as  a  cook  in  a  local  restaurant.  He  injures  his  back 
falling  on  the  ice  outside  the  back  door  of  the  restaurant — 
three  months  later  he  has  not  returned  to  work.  Eventually 
he  has  back  surgery  and  returns  to  work  following  an 
additional  45  days  of  recovery. 

Worker  B  is  employed  in  a  nursing  home  and  injures  her 
back  transferring  a  patient  from  the  wheelchair  back  to  bed. 
She  misses  no  workdays,  but  receives  a  light  duty  assign- 
ment without  patient  responsibilities  for  three  weeks  while 
she  recovers. 

Worker  C  is  employed  as  a  trucker  and  strains  his  back 
unloading  cases  of  soft  drinks  during  a  local  delivery.  He 
fnisses  1 5  days  of  work,  is  back  at  work  for  three  months, 
and  then  mjures  his  back  again.  This  time  he  is  off  work  for 
32  days. 

What  factors  explain  why  some  workers  have  a 
full  recovery  from  a  back  injury,  while  others  have  an 
"extended  period  of  disability? 

At  first  glance,  it  seems  simple  to  assume  that  minor 
injuries  heal  quickly,  while  more  severe  injuries  necessitate 
a  longer  recovery  time.  Although  injury  severity  is  part  of 
the  story,  it's  not  the  whole  story.  Findings  from  previous 
occupational  health  studies  have  provided  evidence  that 
many  factors  influence  disability  duration.  These  factors 
may  include  a  worker's  age,  a  history  of  previous  injuries, 
the  physical  requirements  of  the  job,  occupational  stress, 
physical  fitness,  and  opportunities  for  light  duty  work 
following  the  injury. 

Two  studies  conducted  by  health  researchers  at  Mon- 
tana State  University-Bozeman  (MSU)  are  summarized  in 
this  article.  Study  #  1  is  currently  underway  and  involves  a 
collaborative  effort  between  MSU,  Montana  State  Fund, 
and  Saif  Corporation  (the  Oregon  State  Fund).  Study  #2 
nas  been  completed,  with  findings  published  in  two  occupa- 
tional health  journals.  Both  studies  are  part  of  national 


efforts  in  occupational  health  to  understand  injury  recovery 
and  design  health  services  that  minimize  a  worker's  pain, 
maximize  recovery,  and  promote  appropriate  return  to  work. 

Study  #1:  Assessing  the  effectiveness  of  home  visits 
on  back  injury  recovery 

This  study,  which  is  currently  underway  at  Montana 
State  University-Bozeman,  will  shed  light  on  recovery  from 
a  low  back  injury.  The  study  involves  small  companies  (less 
than  100  workers)  because  there  has  been  a  significant  lack 
of  occupational  health  research  addressing  the  needs  of 
workers  and  employers  in  small  companies.  60  workers 
will  participate  in  the  research;  all  workers  have  a  low  back 
injury  and  reside  in  Montana  (Billings  or  Missoula)  or 
Eastern  Oregon  (the  LaGrande  area). 

Half  of  the  workers  receive  usual  medical  services 
from  their  health  provider;  the  other  half  receive  usual 
services  plus  four  home  visits  that  focus  on  recovery  and 
symptom  relief  All  visits  are  provided  by  specially  trained 
registered  nurses.   Medical  care  is  coordinated  with  each 
worker's  primar}'  physician,  nurse  practitioner,  or  chiroprac- 
tor. Dr.  Dana  Headapohl  provides  medical  coordination  for 
the  study  and  Dr.  Patricia  Butterfield  directs  the  research 
protocol. 

During  the  home  visits,  workers  are  given  educational 
handouts  addressing  the  following  topics; 

G    Low  Back  Pain  Information 
G    Using  Medications  Effectively 

□  Safe  Lifting  and  Moving 

□  Working  Effectively  with  Your  Health  Care  Provider 

□  Back  Treatments  and  Devices:  What  Works  and  What 
Doesn't 

G  Promoting  a  Healing  Environment 

□  Keep  Moving — Exercise  and  Fitness  During  Recovery 
G  Safe  Snow  Shoveling 

□  Maintaining  a  Fitness  Program 

In  addition,  employers  are  sent  a  brochure  that  summa- 

Continued  on  reverse  side 


rizes  current  findings  about  the  clinical  and  ergonomic 
treatment  of  low  back  pain. 

The  goal  of  the  study  is  to  determine  if  the  home  visits 
had  a  favorable  impact  on  recovery  and  return  to  work. 
Because  data  is  still  being  collected,  the  final  results  will  not 
be  in  for  another  two  years.  However,  some  preliminary 
information  can  be  analyzed  as  new  workers  are  enrolled  in 
the  study. 

Study  #2:  Differences  in  absenteeism  between  work- 
ers employed  in  larger  versus  smaller  companies 

In  a  previous  study  of  workers  receiving  workers' 
compensation  for  a  low  back  injury,  Butterfield  and  col- 
leagues found  significant  differences  in  the  duration  of  paid 
absenteeism  between  workers  employed  in  small  ( 1 00  or 
fewer  workers)  versus  larger  companies  (>100  workers). 
Average  timeless  days  numbered  56  for  workers  (range  - 
1-412  days)  employed  in  small  companies,  compared  with 
32  days  for  workers  (range  =2-172)  employed  in  larger 
companies;  this  information  is  presented  in  Figure  1.  This 
finding  provides  evidence  that,  on  average,  workers  em- 
ployed in  small  companies  lose  more  days  of  work  following 
an  injury  than  their  counterparts  in  larger  companies. 

What  are  possible  reasons  for  this  difference  in  absen- 
teeism duration?  Overall,  smaller  companies  lack  an 
economy  in  scale  for  responding  to  an  injury  and  are  much 
less  likely  to  have  on-site  expertise  in  health  and  safety.  In 
addition,  smaller  companies  may  have  less  variety  in  jobs 
and  daily  worktasks;  as  a  result  modified  duty  jobs  may  be 
harder  to  identify  for  an  injured  worker.  Finally,  there  is 
some  evidence  that  small  companies  are  more  likely  to  have 
extremely  long  claims — perhaps  because  of  the  severity  of 
the  initial  injury. 

Occupational  health  research:  Why  is  it  important? 

Rather  than  giving  a  final  "answer,"  health  research  is  a 
continuing  process.  Answers  from  one  study  are  used  to 
improve  care  and  then  subsequent  work  is  done  on  a  related 


( 


research  issue.   In  many  ways,  health  science  research  is 
similar  to  a  continuous  quality  improvement  (CQI)  program 
In  Montana,  there  are  unique  opportunities  to  focus  on  the 
occupational  health  needs  of  small  companies  and  their 
employees.  We  can  then  develop  models  of  health  care 
that  are  a  good  fit  with  our  state,  small  company  employers, 
our  economy,  and  workers. 

Montana  State  Fund  contributes  time  and  effort  on 
behalf  of  the  study 

Montana  State  Fund  is  supporting  the  current  research 
effort  by  providing  referral  assistance  to  eligible  workers. 
Participation  in  the  study  is  voluntary  and  data  from  each 
worker  is  confidentially  maintained  at  MSU.  Financial 
support  for  the  study  and  the  home  visits  is  provided  by  the 
National  Institutes  of  Health  (Award  #1  R29  NRO4450-01) 
and  the  Center  for  Research  on  Occupational  and  Environ- 
mental Toxicology  at  Oregon  Health  Sciences  University. 

For  more  information  please  contact: 

Back  Injury  Recovery  Program 

College  of  Nursing,  Sherrick  Hall  #207 

Montana  State  University,  Bozeman,  MT  59717 

Phone:406-994-5711 

Website:  www. montana. edu/wwwrtw/ 

Patricia  Butterfield,  PhD,  RN,  Associate  Professor 
Shawna  Yates,  MS,  Research  Associate 

References: 

•  Butterfield  PG,  Spencer  PS,  Redmond  N,  Feldstein  A, 
Perrin  N.  1998.  Low  back  pain:  Predictors  of  absenteeism, 
residual  symptoms,  functional  impairment,  and  medical  costs 
in  Oregon  workers'  compensation  recipients.  American 
Journal  of  Industrial  Medicine  34:559-567. 

•  Butterfield  PG,  Spencer  PS,  Yates  S.  1999.  Back  pain- 
related  absenteeism:  Differences  between  small  and  large 
companies.    Journal  of  Agricultural  Safety  and  Health 
5(2):  215-225. 
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Do  You  Hire  Independent  Contractors? 

continued  from  page  3, 

you've  hired  the  contractor  to  perform. 

•      The  certificate  appHes  only  to  the 
individual  named  on  the  document.  It 
does  not  apply  to  any  employees  he/ 
she  may  hire  or  any  other  subcontrac- 
tors hired  by  the  individual.  As  stated 
previously,  if  an  individual  has  employees 
working  on  your  job,  you  must  secure  a 
certificate  showing  workers'  compensa- 
tion coverage.  You  should  also  be 
cautious  of  an  individual  who  hires 
employees  part  way  through  your  job. 
At  that  point  you'll  want  to  establish 
evidence  of  workers'  compensation 
coverage  by  secunng  a  certificate  of 
insurance.  Otherwise  you  could 
become  responsible  for  a  work-related 
injury  to  an  employee  of  the  contractor. 

As  you  can  see,  the  workers'  compen- 
sation laws  regardmg  independent  contrac- 
tors can  be  quite  complex.  By  understanding 
the  law  and  the  records  required  to  establish 
either  workers'  compensation  coverage  or 


documentation  of  an  independent  contractor  status,  and 
requiring  those  records  from  all  contractors,  \oull  be 
well  on  your  way  to  ensunng  you  have  the  appropnate 
coverage.  Without  the  necessary'  records,  the  possibil- 
ity exists  the  auditor  will  have  no  choice  but  to  mclude 
amounts  paid  to  independent  contractors  in  \  our  basis 
ofprermum. 

We  welcome  any  questions  you  may  have  regard- 
ing these  important  laws.  Please  feel  ft'cc  to  call  our 
Customer  Service  Unit  at  800-332-6 102  or  406-444- 
6500  or  you  may  contact  us  through  our  website  at 
http://stfund.  state,  mt.  us  with  any  questions  or  con- 
cerns you  may  have. 


This  document  is  printed  at  Montana  State  Fund's  expense. 
Information  on  the  cost  of  publication  can  be  obtained  by  writing 
State  of  Montana,  Depatment  of  Administration,  Helena,  MT  5960!. 
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